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Chapter 1: Introduction
Collaboration by professionals is necessary to meet the needs of students with disabilities
through the Individuals with Disabilities Education Act (IDEA, 1999). Whether special
education teachers, social-psychological support personnel, or administration, team-based
collaboration is becoming increasingly important as the numbers of students needing to be
supported rises (Gallagher et al., 2009).
In response, several researchers have looked at how the perceptions of, attitudes toward,
and opportunity for teamwork greatly influence the extent to which children with disabilities are
supported (Gallagher et al., 2009). It has been seen that satisfaction and attitudes influence an
individual’s behaviors; organizational effectiveness is, in large part, a function of these behaviors
(Caple & Cox, 1989).
Research Questions
Question to guide this literary review:
1. What are interdisciplinary members’ attitudes and perceptions of teamwork?
2. What factors must be present to achieve an effective interdisciplinary team in special
education?
Focus of Paper
The review of literature in Chapter 2 includes 16 studies, all containing participants who
identified as members within an interdisciplinary team. This review examines the connection
between how team members’ attitudes toward, and behaviors within a team influence its
effectiveness. It has been said these views can greatly influence the quality of services and
outcomes for the students and families served (Gallagher et al., 2009). This review provides
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insight into the teaming process, what essentials are required for effective team functioning, and
those that are most problematic. Additional research pertaining to this topic was explored
outside the field of education to offer further insight into the teaming process as a global concept.
Areas explored were business, psychology, and healthcare. In addition, various keyword
combinations were used to locate suitable and applicable studies: teamwork, special education,
collaboration, interdisciplinary, attitudes, perceptions, leadership, disabilities, job satisfaction,
support, job autonomy, team climate, and personnel.
Importance of the Topic
Per the National Center for Education Statistics, from 2005-2014, students receiving
special education services rose by almost 2 million, bringing the total number of students being
served to 6.5 million (National Center for Education Statistics, n.d.). With the needs increasing,
the concern for a quality teaming approach increases as well (Gallagher et al., 2009).
While much research examines the more obvious constraints to an effective team
(i.e., time, scheduling, resources, etc.), a crucial area within research recognizes the correlation
between team members’ perceived attitudes and characteristics within the team, and the
influence these variables have on their investment, cohesion within, and ultimately, the overall
success of the team (Gallagher et al., 2009). Moreover, this influence weighs increasingly more
important because satisfied employees work harder (Ostroff, 1992, p. 965), and team members
who positively appraise their team experience not only are more likely to invest effort into the
process but also may be in positions to exert a positive influence within the group (Caple &
Cox,1989).
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If attitudes and behaviors are at least in part related to motivation within teamwork, such
factors can serve as a foundation for understanding participation on teams intended to support
children with disabilities and their families (Malone & Gallagher, 2010)
Keywords
During the creation of this starred paper, many similar terms were used throughout to
support the research. To aid in the understanding of presented material, definitions to several are
given below.
Attitude is defined as a relatively stable and enduring predisposition to behave or react in
a certain way within the team context.
Collaboration is defined as two or more people working collectively toward the
achievement of a goal.
Interdisciplinary teams are defined as a group of professionals from different specialty
areas who collaborate and work together toward a common goal.
Leadership (education) is described as someone who is the head or director of a school
and is responsible for overseeing and supporting teachers and other education professionals on
systemic plans to improve educational programming and outcomes.
Leadership is described as someone who is head of a department or organization who is
responsible for overseeing and supporting subordinates on systemic plans to improve
programming and outcomes.
Perception is defined as specific beliefs about teamwork influenced by an understanding
of the activities and events experienced by the team being served.
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Teamwork is defined as a cooperative or coordinated effort on the part of a group to work
together as a team or in the interests of a common cause.
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Chapter 2: Review of Literature
The purpose of this literature review was to critically examine the attitudes and
perceptions of teamwork found within special education interdisciplinary teams. By doing so,
areas that greatly influence the teaming process are discovered, and later in Chapter 3, areas of
recommendation for improving this process. Reviews outside the scope of education are also
addressed to further support teamwork as a universal process. Consequently, this chapter is
organized into two key sections: team members’ attitudes and perceptions of teamwork within
special education, and attitudes and perceptions of teamwork outside of education. Studies
within each category will be reviewed in ascending chronological order.
Attitudes and Perceptions of Teamwork
Attitude is defined as a relatively stable and enduring predisposition to behave or react in
a certain way within the team context.
Perception is defined as specific beliefs about teamwork influenced by an understanding
of the activities and events experienced by the team being served.
Attitudes and Perceptions of Teamwork
in Special Education
In this section, nine studies are reviewed examining the benefits, limitations, and
supportive attributes found within a team.
Ostroff (1992) investigated the connection between employees’ attitudes and satisfaction
toward an organization, and its relationship to organizational performance. Using a qualitative
approach, three types of surveys were administered to principals, teachers, and students,
designed to measure degrees of satisfaction, attitudes, and performance at the organizational
level. Responses were collected from 352 principals, 14,721 teachers, and 24,874 students, and

9
was a part of a larger study through National Association of Secondary School Principals
(NASSP) evaluating school environment and school effectiveness.
Results from this study indicate employee satisfaction had the largest influence on
organizational performance indexes. Commitment held a positive relationship with attendance
and student satisfaction, and a negative relationship to turnover. To the researcher’s surprise,
stress was positively related to reading and math achievement, along with administrative
performance; however, was also connected to turnover. “The strongest results were found for
employee satisfaction; organizations with more satisfied employees tended to be more effective
than organizations with less satisfied employees” (Ostroff, 1992, p. 968-969).
Kruger (1997) set out to discover a connection between social support and self-efficacy
in problem-solving with a primary focus on Teacher Assistance Teams (TAT). Twenty-seven
Massachusetts schools participated in this quantitative study, varying throughout suburban,
urban, and rural communities. Kruger measured three types of social supports: guidance, reliable
alliance, and reassurance of worth, and collected data through questionnaires from current TAT
members, TAT coordinators, and TAT consumers in the communities listed above.
Results of this present study support the notion that the understanding of psychological
processes can be enhanced by investigating their social context (Kruger, 1997). Through this,
inquiries can be made about the types of social contexts needed to encourage self-efficacy in
problem-solving. In the current study, reassurance of worth was strongly related to self-efficacy
in problem-solving. This provides the insight that when people perceive their skills and abilities
are appreciated by co-workers, they have a stronger sense of self-efficacy. Perceptions of
appreciation encouraged self-efficacy far beyond a person’s perception that they can depend on
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or receive valuable advice or assistance from co-workers. Moreover, when a person believes
their skills are respected in the workplace, they are more likely to believe in their ability to solve
problems. Finally, results found a strong relationship between reassurance of worth and selfefficacy in planning and evaluating interventions for students with behavior needs, but further
research is needed to determine the extent of the relationship.
Kruger and Struzziero (1995) quantitatively explored TAT members and consumers’
satisfaction with administrative support, their perceived purpose, and co-worker social support.
This study involved 27 public schools in Massachusetts and contained 288 questionnaires from
current and former TAT members.
Outcomes from analysis indicate both TAT members and TAT consumers’ satisfaction is
greatly influenced by organizational support. More specifically, this research indicates the
magnitude of administrative support to TAT satisfaction. Consumers reported 50% of the
variance accounted for was linked to administrative support. Even more, the provision of clear,
performance-focused, positive feedback from administrators was the most important variable to
TAT satisfaction. The only aspect containing agreeable results within administrative support
variables was finding time for TAT meetings. This variable was shared among members and
consumers, indicating a prominent concern. Data revealed school staff perceive administrators
as being less supportive in the areas of money, resources, and support for training. Encouraging
teachers to use TAT, and commitment to co-worker collaboration were the highest variables
reflected. The closing principle found in this research describes that school staff find more
satisfaction in collaborative problem-solving when they perceive the collaboration will help them
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or their colleagues. This came before helping students, meeting special education regulations, or
maintaining students in general education settings.
Malone and Koblewshi (1999) sought to explore the attitudes and perceptions of
teamwork among professionals serving on teams that support people with disabilities. This
quantitative study involved administering two surveys: one focused on attitudes with a team, and
the other reviewing perceptions of the teaming process. Thirty-one professionals in diverse areas
of specialization participated in the study.
Data uncovered the benefits within the teaming process as disciplinary involvement,
enhanced programming, and personal benefits. Disciplinary involvement refers to the various
disciplines represented in the team (56%), enhanced programming focusing on quality of care
and involvement of members (22%), and personal benefits (22%) described perceived
advantages such as overall camaraderie, feelings of inclusion, and expansion of knowledge.
Limitations perceived from respondents involved general team process issues, time/
scheduling difficulties, and other limitations. General team process issues (36%) were described
as lack of communication, turf-guarding, resistance to role release, decision-making, and delay
of implementation due to consensus issues. Time limitations (33%) and scheduling (15%)
covered areas such as having enough time to meet, time to resolve issues, coordination of
schedules, and not having all appropriate team members present at meetings. Other limitations
(18%) included the importance of having a cohesive team, lack of parental support/involvement,
and lack of training in teamwork and teaming processes.
Supports found within the data revealed two main themes. Collaboration with other team
members (60%), and implementation or follow-through (23%). Collaboration with other team
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members referred to the way members were supportive of individual efforts. This means having
a respectful place to share ideas and receive recommendations, a respect for parental ideas, and
creating a platform for others to hear and learn from various perspectives. The second theme
looked at how the members translated goals and objectives into other programs of support being
offered, group implementation, help with implementing future care, and continuity of care.
Through the research of Knackendoffel (2005), we are given a framework to help
encourage collaborative teaming in secondary schools. Knackendoffel gave an analysis of
research and provided a sequential approach to creating a collaborative team that is both
functional and effective.
The researcher identified the following areas within her research: collaborative teaming
readiness, collaborative problem-solving, partnership-building skills, structuring collaborative
teaming arrangements, defining roles and responsibilities, understanding and resolving conflict,
and managing resistance.
Last thoughts go on to explain successful collaboration stems from effective
communication and employing strategies of resistance. Additionally, collaborative efforts can
benefit from building relationships with colleagues. Basic communication, however, is not
enough. One must partake in partnership-building skills to encourage long-term professional
relationships. Finally, the use of the 13-step problem-solving model described in this study can
encourage a more satisfying and productive collaborative team.
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Table 1
Collaborative Problem-Solving Step-by-Step Guide
Step

Title

Process

Step 1:

Define the Problem

A clear definition is critical to the remainder of the problem-solving
process. Many fail early on due to an undefined problem. Establish
one specific problem statement.

Step 2:

Gather Specific
Information about the
Problem

Gather as much information as possible to clarify the problem. Use
active listening skills. This works jointly with step 1. You may need
to rewrite the problem statement.

Step 3:

Explain the ProblemSolving Process, and State
its Usefulness

Explain the process so your colleagues have an overview of what to
follow. By doing so, may prevent judgement and the “shutting down”
of others’ ideas.

Step 4:

Identify Alternative
Solutions

Use brainstorming to stimulate ideas. Use open-ended ideas to help
your partner generate ideas. All ideas should be treated with respect
and should avoid negative or positive evaluation of any solution in
this stage.

Step 5:

Summarize Solutions

When finished generating solutions, summarize all solutions you have
written down and ask for any additional ideas before moving on.

Step 6:

Analyze Possible
Consequences

Go through each solution’s one at a time, discussing possible
consequences of each. Consider benefits, problems, practicality, time,
and effort. Give each solution careful and thoughtful consideration.
Only discussion should take place at this step.

Step 7:

Rate each Solution

After analyzing consequences of all solutions, review them one at a
time with your partner, allowing for review discussion from each
member. Rate each solution directly after the discussion of that item.

Step 8:

Select best Solution

Make a mutual commitment to one solution. You may choose to
combine two closely rated and compatible solutions.

Step 9:

Determine Satisfaction
with Chosen Solution

After selecting solution, ask your colleague if he or she is satisfied
with the selection. *If the solution is not chosen freely, chances are
that it will not be carried out. If not, go back to generating solutions.

Step 10:

State Support for Decision

Show your support of the chosen solution. Your colleague needs to
feel not only that you accept his or her choice, but also that you will
be there to help implement the solution.

Step 11:

Develop a Plan of Action

Jointly specify tasks required to implement the chosen solution.
Indicate who will be responsible for completing each task and a time
frame for completion. This process gives you a clear plan of action
and eliminates later questions concerning who is responsible for each
step. It encourages accountability.
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Table 1 (continued)
Step

Title

Process

Step 12:

Develop Monitoring
System and Specify
Criteria for Success

Include dates on which progress checks will be made and what is
expected to be completed by those dates. Simple monitoring systems
that require minimal time work best. Specify criteria for success to
avoid later misunderstandings and to be sure that both parties share
the same expectations.

Step 13:

Schedule next
Appointment

Schedule a follow-up appointment and make a copy of the completed
problem-solving worksheet for your colleague. Along with
encouraging action, follow-up sessions prevent the other person from
feeling abandoned or alone in the struggle. The tone of the follow-up
session should be one of reporting progress, encouragement, and fine
tuning the plan rather than checking up on your colleague’s progress.

Gallagher et al. (2009) analyzed the attitudes and perceptions of social-psychological
support personnel serving on school-based teams supporting children with disabilities. This
qualitative study used data collected form 76 respondents, 26 psychologists, 30 counselors, and
20 social workers. Using a mixed-methods design, two surveys were administered to the
respondents. They first analyzed attitudes about teamwork using a 5-point Likert scale, when the
continuum grows from 1 being strongly disagree, 3 being neutral, and 5 being strongly agree,
and the second reviewed open-ended questions regarding team characteristics.
Data revealed the benefits within the teaming process as discipline collaboration, variety
of opinions and perspectives, and sharing of knowledge and ideas. When reflecting on discipline
collaboration (34%), members appreciated input from all disciplines and members having
expertise in many areas. They also valued having a variety of opinions and perspectives (30%),
where they could have others to bounce ideas off, gain different perspectives and views, and
receive different theoretical perspectives through the members in the group. Participants found
the sharing of knowledge and ideas (18%) helped them obtain a more complete picture of the
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child. Smaller themes that surfaced were improved childcare and enhanced programming
(12.7%), and personal benefits (5.6%).
Perceived limitations held two main themes: time constraints and lack of commitment.
Time constraints (41%) was described as difficulties with scheduling, and team meetings being
time consuming and cumbersome. Lack of commitment and support (24%) was detailed as
attendance issues, limited parental involvement, lack of team members “buying in” to the
process, as well as not all the members being present. Other limitations included difference of
perspective or role release (13%), difficulty with follow-through (13%), and bureaucracy (6%).
Data revealed a variety of perceived supports, ultimately falling within five key themes:
improved care and programming (20%), group brainstorming and problem-solving (18.5%),
providing emotional support, and providing feedback. When reflecting on improved care and
programming (20%), respondents explained how the teaming process works together to provide
adequate supports to help encourage a student’s success, and members have a strong knowledgebased contributing to great decision-making for the student. Brainstorming and problem-solving
(18.5%) contained responses such as “two heads are better than one.” Around providing
emotional support (17%), team members felt supported when given encouragement, validation,
or some intangible emotional support. Finally, providing feedback (14%) was described as
verifying thoughts and recommendations, and team members offering techniques and
interventions which may not have been used.
Supports found within the data revealed two main themes: collaboration with other team
members (60%), and implementation or follow-through (23%). Collaboration with other team
members referred to the way members were supportive of individual efforts. This means having
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a respectful place to share ideas and receive recommendations, a respect for parental ideas, and
creating a platform for others to hear and learn from various perspectives. The second theme
looked at how the members translated goals and objectives into other programs of support being
offered, group implementation, help with implementing future care, and continuity of care.
Grounded in Bandura’s conceptualization of social learning theory, Malone and
Gallagher et al., (2010) arranged a study to examine the attitudes of special education teachers
toward the teaming process, their perceptions of their team’s performance, and the relationship to
the team’s actual performance or outcomes. This study involved 184 elementary special
education teachers serving on group-oriented, post-referral, direct intervention, school-based
intervention teams.
Just as similar studies performed by Malone and Gallagher (2010), this study was
separated into four sections: benefits, limitations, supports, and recommendations. The areas
perceived as benefits to the teaming process included different perspectives, sharing of ideas and
information, problem-solving or decision-making, improved programming, and general
collaboration. Different perspectives (19%) were described as valuing the presence of a variety
of disciplines, different perspectives in developing and providing intervention support, and
learning from others’ perspectives. Sharing of ideas and information (16%) referenced the
sharing of ideas and knowledge, while problem-solving or decision-making (12%) referred to
reaching consensus, developing creative solutions, and brainstorming. Improved programming
(10%) referenced the benefits the teaming process had on the child and/or family and allowed
teachers to create and implement better interventions than if they were working alone. Finally,
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general collaboration (10%) referred to general statements around collaboration in the school
setting.
Limitations discovered were separated into two themes: scheduling constraints (38%) and
lack of commitment (10%). Scheduling constraints held central themes such as scheduling
challenges, time commitment, and lack of time to address students’ needs adequately. Lack of
commitment included anything that included a negative attitude towards the teaming process,
failure to participate, or lack of preparation.
Ways the teaming process is supportive of efforts includes personal reinforcement or
resources (25%), opportunity to collaborate (18%), improved programming (14%), and
opportunity for input or feedback (13%). Personal reinforcement or resources included any
phrase in which the teacher felt encouraged, that their efforts were valued and validated, that
they felt included in the team, and that he or she received support (emotional and material) that
they may not have received while working independently. Opportunity to collaborate suggests a
general appreciation for the opportunity to work with others, relief through shared responsibility,
benefit of setting common goals, and cooperation. Improved programming refers to team
members believing the team process helped them provide better interventions to students and
their families. Lastly, opportunity for input or feedback contained any phrase regarding
members’ appreciation for the opportunity to both give input and receive feedback within the
teaming process.
Ruppar and Gaffney (2011) pursued an understanding of how the dialogue within an IEP
meeting affected the decisions made during the meeting, and how the team members perceptions
of the decision-making process coincided with final outcomes recorded on the IEP. This was
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done using an instrumental, qualitative study containing 11 team members. Participants included
both parents, principal, special education director, physical therapist, school psychologist, two
speech-language pathologists, occupational therapist, special education teacher, and preschool
teacher. The student being supported was a 5-year-old boy attending a blended preschool
program for students with and without disabilities in a Midwestern state. Research was collected
using observation, in-depth analysis of the IEP document, meeting transcripts, and interviews of
the team members.
Through this analysis many themes emerged. First, the opinions of team members given
prior to the meeting, did not correlate with the outcomes made at the meeting and moreover,
many did not offer up their original opinions. Another theme found was the influence
communication prior to the meeting had on the preparedness of the staff, and lack thereof, during
the meeting. Finally, using the IEP document as an acting agenda during the IEP meeting can
constrain the decision-making process, thereby impeding opportunities for further discussion and
goal planning.
Thylefors (2012) explored the link between status in interprofessional team members and
the team’s level of efficiency. This study asked 62 teams (423 individuals) from occupational
healthcare, psychiatry, rehabilitation, and school health care to complete questionnaires
pertaining to this focus. A second part of the study asked 54 of those same teams (360
individuals) to participate in an observed session designed to stimulate problem-solving during
team meetings.
First and foremost, the data revealed a relationship between status and effectiveness of
the team. Psychologists, physicians, and social workers (those who hold more professional
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status) verbally dominated team meetings and had the greatest influence on the teaming process
and related outcome. This study provided a link between length of education or degree of
professionalism and verbal dominance. While this was found, research provides a puzzling
finding that teams with a high degree of verbal dominance did not perform better than those that
were less verbal. Hypotheses regarding this result may indicate insufficient contributions from
members on the team or an imbalance of professions. Additionally, when it came to simple
problems, there was a degree of hierarchy that co-existed, whereas more complex problems
relied more on functional influence or competence of the members.
Table 2
Teamwork in the field of Special Education

Authors

Study
Design

Participants

Procedure

Findings

Ostroff (1992)

Quantitative

352 principals,
13,808 teachers
28,874

Three types of
surveys were
administered
(principal, teacher,
student), each
designed to
measure to some
degree satisfaction,
attitudes, and
performance at the
organizational level
of analysis.

While attitudes and
satisfaction were used as
predictors, a causal
relationship could not be
determined. However, they
are related can be
predicted from one
another.

Kruger &
Struzziero (1995)

Quantitative

27 schools

Surveys were given
to current and noncurrent members of
TAT, and current
TAT coordinators.
288 participants
returned surveys.

Organizational supports
and TAT satisfaction were
closely related; however,
the degree of
interdependence can vary.
Causality is a concern.
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Table 2 (continued)
Authors

Study
Design

Participants

Procedure

Findings

Qualitative

27 elementary
schools. 125
Teacher Assistance
Teams (TAT)
members, and 129
staff receiving their
services (TAT
Consumers).

Questionnaires
were given to
current TAT
members, including
the TAT
coordinator, and
TAT consumers.
These
questionnaires
measured social
support and selfefficacy variables.

Reassurance of worth, was
found to have a substantial
relationship with selfefficacy as related to
problem solving, and
planning and evaluating.

Malone &
Koblewski (1999)

31 respondents
representing
diverse areas of
specialization in
education.

Two surveys were
given: Attitudes
about Teamwork
Survey, and Team
Process Perception
Survey.

Benefits: Disciplinary
involvement & enhanced
programming. Limitations:
general team process
issues, time limitations,
and other limitations.
Supports: Collaboration &
follow-through.
Recommendations:
Improve team structure,
general team process, and
training.

Knackendoffel
(2005)

?

?

Collaborative team
readiness, collaborative
problem-solving,
partnership-building skills,
collaborative teaming
arrangements, defining
roles and responsibilities,
and understanding and
resolving conflict are all
areas of recommendation
to improve a collaborative
team.

Kruger (1997)
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Table 2 (continued)
Authors

Study
Design

Participants

Procedure

Findings

Quantitative

184 special
education teachers
servicing on
school-based
intervention teams.

Three surveys were
given to determine
the participants
attitudes and
perceptions of
teamwork,
characteristics
within a team, and
perceptions of the
team process.

Influence of attitudes,
perceptions, and
experiences is
transactional in its
function. A well-designed
team will have better
attitudes, while better
attitudes and perceptions
are likely to promote
effective team
performance.

Ruppar &
Gaffney (2011)

IEP team
containing a
5-year-old boy and
11 team members
including parents.

Initial interviews,
observation and
recordings of IEP
meeting, and review
of IEP documents

Many team-member’s
initial opinions differed
from the decisions made at
the meeting, but they did
not typically share their
disagreement in meeting.
Communication prior to
the meeting affected the
decisions, and
communication that did
not occur caused
uncomfortable situation
during the meeting. Using
the IEP as an “agenda”
constrained the decisionmaking process by
restricting the discussion
of data and goals.

Thylefors (2012)

423 members from
62 interprofessional teams
responded to
questionnaires, 360
members from 54
inter-professional
teams participated
in an observation
session.

A questionnaire
with a base on
theory and field
research/
consultancy was
given.
Observations of
simulated teamwork
was conducted.
Both were used to
measure
dominance, status,
and efficiency.

There was no causality
found, but rather a
reciprocal relationship.
However, a hierarchy
related to profession and
status play a role in the
sharing of ideas and ability
to conquer complex goals.

Malone &
Gallagher (2010)

22
Attitudes and Perceptions of Teamwork
outside of Special Education
Business. Using a two-phase study, Thompson (1996) investigated employee attitudes,
organizational performance, and qualitative factors underlying success. During Phase One, a
quantitative approach was used to investigate the connection between features within
organizational climate, using variety of organizational performance measures, and a full
consensus employee survey. In Phase Two, a qualitative approach was used to determine
features of organizational performance in high achieving groups.
Results from this multi-method study, indicated organizational performance was strongly
linked to how well people perceived they were treated by both management and their colleagues.
“Data revealed the critical ingredient in the most successful organizations is the presence of a
caring, involved leader who is skilled in communicating through both word and deed what is
important to both the organizations and each employee’s success” (Thompson, 1996. p. #189).
Companies displaying this type of leadership, when compared to others in the study, were the
highest performing and among the highest scoring.
Shore et al., (2006) explored the relationship between leader responsiveness to employee
requests, and the corresponding behaviors and attitudes of employees thus. The theory of equity
sensitivity was also examined to explore its moderating influence on this employee/manager
exchange. Participants for this study included 231 managers and 339 subordinates working for a
large transportation firm in the southeastern United States participated in this study.
During part one of this investigation, a quantitative process was performed in which
employees were asked to choose from a list of 20 items employees might request from their
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managers and indicate which were granted and which were denied. This process showed a trend
among seven items: pay increase, promotion, training opportunities, changes in job procedures,
feedback on job performance, more support for doing the job (e.g., equipment), and support for
personal problems (e.g., time off). Part two of this study used a quantitative approach,
administering various rating scales to measure areas such as equity sensitivity, organizational
commitment, job satisfaction, turnover intention, organizational citizenship behavior, and job
performance.
Results suggest that strong responsiveness to employee requests by leaders had a positive
relationship with favorable employee attitudes and behaviors. These results are consistent with
the social exchange theory which argues the better an employee is treated, the more likely they
are going to reciprocate with attitudes and behaviors beneficial to the organization or team.
While this is the case, job performance did not yield a significant relationship to leader
responsiveness, as it was seen that job performance contains several other variables beyond
leader responsiveness, such as motivation, skills, and environmental factors which have an
influence as well. This suggests that leader responsiveness to employee requests more positively
influenced attitudes and behaviors than job performance. Additionally, when leader
responsiveness was high, everyone was relatively satisfied. Finally, while relationships can be
made in the data, final thoughts conclude that the employee-management relationship is a
reciprocal process. Employees may initiate a request, encouraging leader responsiveness,
leading to favorable attitude. While favorable attitudes may lead to managers being more
responsive, leading to more requests being granted.
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Johnson et al., (2009) examined the relationship between employee attitudes and a firm’s
financial performance. Using a qualitative theoretical framework, the researchers begin their
study presenting how employee attitudes should relate to financial performance based on
previous research and theories. Secondly, a causal investigation is completed to test the
researcher’s hypothesis. This was done by distributing two surveys over the course of the
investigation, each designed to gather information relating to employee’s attitudes and behaviors,
as well as demographic information. Survey 1 gained 293 responses, and Survey 2 received 364
responses. Most the respondents were female, 79% and 81% respectively, and were mostly
made up of employees in clerical positions (tellers, customer service representatives, loan
assistants, and administrative assistants). Attitudinal measures collected in Surveys 1 and 2
included job satisfaction, pay satisfaction, organizational commitment, organizational justice,
and financial performance measure.
Results from the current study indicate financial performance accelerates employee
attitudes, especially when financial performance improved. Additionally, when a financial firm
was thriving, the employees indicated they were more satisfied in their jobs, were far more
dedicated to their organizations, found more satisfaction with their pay, and perceived fairness
within the organization well beyond their counterparts that were not experiencing the same level
of financial growth.
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Table 3
Teamwork in the field of Business
Authors

Study
Design

Participants

Procedure

Findings

Thompson
(1996)

Quantitative
&
Qualitative

Phase 1
(Quantitative): 71
districts of a large
utility having primary
responsibilities for
customer service and
sales.
Phase 2 (Qualitative):
A random selection
from 1313
organizations having
between 10 and 50
employees reporting
to a manager or
supervisor.

Performance
Management Index,
Vision Progress
Survey, and
Customer
Satisfaction Survey.

There was no direct link to
profitability and customer
service. However, the
results suggest the most
important ingredient to a
successful, strongperforming, profitable
organization is having a
caring, involved leader who
is skilled in communication
and deed.

Shore, Sy &
Strauss (2006)

Quantitative

231 managers and
339 of their
subordinates’
workings for a large
multinational
transportation firm.

Employees provided
self-reports regarding
several areas, as well
as a 5-point likelytype scale was used
to measure many
areas of job
performance and
organizational
behavior.

Leader responsiveness is a
reciprocal process rather
than causal. A leader is
more responsive when the
employee has more
favorable attitude and
behavior, and the employee
has a better attitude and
behavior when the leader is
more responsive.
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Table 3 (continued)
Authors
Johnson,
Davis, &
Albright
(2009)

Study
Design

Participants

Quantitative

293 responses for
survey 1, and 364
responses for survey
2 from bank
employees.

Procedure
Two web-based
surveys.

Findings
Research has still yet been
unable to determine a
causal relationship between
employee attitudes and a
firm's financial
performance. However,
results suggest when a firm
does well, this translates to
more satisfied employees.
When they were more
satisfied, they were more
committed, more satisfied
with pay, and more
perceived fairness than
their counterparts that were
not experiencing positive
financial performance.

Psychology
Caple and Cox (1989) began a discovery to uncover the hidden connection between
group structure, member expectations, development of attraction to a group, and member
satisfaction with the group experience. By doing so, they could examine how areas such as early
imposed structure and initial expectations of the group experience influenced team members’
final reports of satisfaction.
During this study, 64 undergraduate and graduate students from the University of
Missouri-Columbia participated and were formed into 10 groups, each ranging between six and
eight members. Over the course of the study, three different questionnaires were distributed.
The first was given at the start of the study to measure anticipation. The next was given at five
predetermined times during the during the study to measure attitude, and one final closing survey
was required to measure satisfaction.
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Early data conveys that both conditions (structured and unstructured groups) began with
similar levels of attraction to the group experience. As the study went on, higher levels of
attraction to the group experience were shown by those of which structure was imposed.
Additionally, Caple and Cox (1989) went on to explain that group member expectations hold a
direct link to group cohesion and attraction to the group.
Griffin et al., (2001) investigated the influence supervisor support has on job satisfaction
and teamwork. Comprised of 4,708 employees from 48 manufacturing companies, the
researchers took an in-depth approach to examine factors that leverage a noticeable outcome at
both the individual and company level. When gathering data at the individual level, a
quantitative approach was used. This section comprised of surveys requesting information on
job satisfaction, supervisory support, and work autonomy. At the company level, a more indepth approach was used, in which semi-structured interviews were conducted by senior
managers and directors, gathering information on teamwork and job enrichment. These
interviews were later turned into a 4th-point scale from ‘not at all’ to ‘extensively.’ Control
measures were firm size and company productivity.
Much to the researcher’s surprise, at the individual level it was found that greater use of
teams reduced supervisory involvement, which resulted in a lower influence of supervisory
support on job satisfaction. However, of the support given, an important relationship to job
satisfaction was found. When analyzing data at the company level, again, the higher the use of
teams, the lower employees believed supervisory support was given. This led to the assumption
that teamwork can play a negative role in job satisfaction and create adverse consequences with
regards to the vital role supervisory support plays. Nonetheless, job enrichment held the
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strongest influence on an employee’s perceived job autonomy and satisfaction, but the extent of
teamwork had a low relationship to job autonomy. In summary, teamwork alone can adversely
affect the degree of support shown by supervisors.
Table 4
Teamwork in the field of Psychology
Authors

Study
Design

Caple & Cox
(1989)

Griffin,
Patterson, &
West (2001)

Qualitative &
Quantitative

Participants

Procedure

Findings

49 women,
15 men,
undergraduate and
graduate students

Three questionnaires
were distributed. A
survey before the study
to measure anticipation,
five during the study to
measure attitude, and
one closing survey to
measure satisfaction.

Structure encouraged
higher levels of
satisfaction in the group,
and group member
expectations were related
to group cohesion or
attraction.

48 manufacturing
companies
comprising 4,708
employees.

Questionnaire surveys
looking at employee job
satisfaction, and
employee perceptions of
supervisory support and
work autonomy.

The higher the use of
teamwork, the lower
levels of supervisory
support were shown.
Therefore, the less
supervisory support, the
lower job satisfaction
because the vital role
leadership plays.
However, teamwork leads
to job enrichment.

Healthcare
Hartgerink et al., (2013) aimed to identify predictors of relational coordination among
professionals delivering care to older patients. The theory of relational coordination believes that
quality of communication and quality of relationships (defined as: sharing of goals, sharing of
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knowledge, and mutual respect) among professionals in the work process is a strong predictor of
effective teaming and coordination.
To evaluate this information, two surveys were distributed. The first focused on
relational coordination, while the second inquired about team climate. During this quantitative
study, 192 respondents participated, all of whom participated in some level of the medical field.
Results from this study indicate that multidisciplinary team meetings, in addition to the
number of professionals represented, positively influenced the development of relational
coordination. Furthermore, a positive team climate also strongly added to the effectiveness of
relational coordination. The researchers found that when a positive team climate was found,
professionals were more likely to coordinate, communicate, and create a culture which was
supportive and stimulating.
Nancarrow et al., (2015) chose to conduct a qualitative evaluation of the Interdisciplinary
Management Tool (IMT), which is a reflective tool used to enhance interdisciplinary teamwork
using structure, facilitated, action-research for implementation. This tool is evidence-based and
is measured through structured team reflection. During this study, IMT was implemented using
10 teams, derived from 253 participants from more than 10 different discipline areas.
The implementation of IMT involved three key components used by the teams: a
resource guide, an implementation of methodology, and an evaluation framework. The resource
guide was a supportive tool which included reflective practices for implementing change within
the team. The implementation tool involved a 6-month program, with six facilitated sessions
involving a series of reflective processes and team learning sets. The evaluation component
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drew on qualitative data to capture the effect of IMT on teamwork, patients, service, as well as
the overall effectiveness of the implementation of IMT when used in this study.
Benefits of reflective team processes facilitated by the IMT included: time to reflect on
team practices, improved team identity and situational context, improved communication, role
clarity, improved integration of the teaming approach, focus on goal outcomes, understanding of
leadership, personal development, and an understanding of change processes. Some of the
barriers of IMT included locus of control, sustainability, and limited drive to improve if focused
too much on only recent accomplishments. Overall, IMT explains the most beneficial
component to a successful team is allowing time for reflection-focused meetings, in addition to
solutions-focused meetings. Traditionally meetings are designed with an intervention approach,
in which a “problem” related to the organization must be solved. When participating in a
reflection-focused meeting, team members are allowed time to reflect on practices and ways to
build the team stronger. Teams are encouraged to utilize this format on a regular basis. Finally,
to bring all efforts full-circle, teams must be able to rely on high-level supports to aid in
resolving problems that are outside the member’s locus of control.
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Table 5
Teamwork in the field of Healthcare
Authors

Study
Design

Participants

Procedure

Findings

Hartgerink,
Cramm, Bakker,
Eijsden,
Mackenbach, &
Nieboer (2013)

Quantitative

194 team
members
delivering care
to older
hospitalized
patients.

Surveys were used to
measure relational
coordination, and team
climate were used, along
with questions were
asked about participation
within the
multidisciplinary team.

Team climate and
attendance of diverse
professionals within the
multidisciplinary yield a
positive relational
coordination.

Nancarrow,
Smith, Ariss, &
Enderby (2015)

Qualitative

Ten teams, 253
staff from more
than 10
disciplines.

Interdisciplinary
Management Tool was
used to assess team
challenges found in
interdisciplinary teams.

The research indicated
that time for reflection
vs. solutions-focused
meetings are essential to
a successful team, as
making sure teamwork
dynamics were
understood.
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Chapter 3: Conclusions and Recommendations
The purpose of this paper was to evaluate the relationship between employees’ attitudes
and perceptions of teamwork, and its relationship to the overall effectiveness of the teaming
process. With a primary focus on special education, research was examined within and outside
this field to uncover what may hinder or support this process. Chapter 1 provided background
information, while Chapter 2 presented a review of literature on this topic. In Chapter 3, article
findings are summarized, recommendations are made, and implications to research are stated.
Conclusions
Sixteen studies were reviewed to explore the relationship between team members’
attitudes and perceptions of teamwork within an interdisciplinary team, and the effectiveness of
this teaming process thus. Nine studies were reviewed in the field of education (Gallagher et al.,
2009; Knackendoffel, 2005; Kruger, 1997; Kruger & Struzziero, 1995; Malone & Gallagher,
2010; Malone & Koblewski, 1999; Ostroff, 1992; Ruppar & Gaffney, 2011; Thylefors, 2012),
three articles were explained in business (Johnson et al., 2009; Shore et al., 2006; Thompson,
1996), two were examined in psychology (Caple & Cox, 1989; Griffin et al., 2001), and two
were explored in health care (Hartgerink et al., 2013; Nancarrow et al., 2015). Through this
discovery, trends were made about the benefits, limitations, and ways in which the teaming
process is supportive of members’ efforts, in hopes of uncovering factors which hinder the
team’s goal. In the field of special education, an evaluation of this topic centers on the concept
that improved programming could mean more quality services provided to children and their
families (Malone & Gallagher, 2010).

33
While the research offers many noteworthy suggestions, one primary overarching
message was the positive association between teamwork at the group and individual level, and
positive performance outcomes. Employees who indicated they were satisfied with the teaming
process (Ostroff, 1992), perceived they had worth (Kruger, 1997), and perceived their efforts had
purpose (Caple & Cox, 1989; Gallagher et al., 2009; Griffin et al., 2001; Hartgerink et al., 2013;
Johnson et al., 2009; Knackendoffel, 2005; Kruger, 1997; Kruger & Struzziero, 1995; Malone &
Gallagher, 2010; Malone & Koblewski, 1999; Nancarrow et al., 2015; Ostroff, 1992; Ruppar
et al., 2011; Shore et al., 2006; Thompson, 1996; Thylefors, 2012) and were serving an
organization with supportive and effective leadership (Griffin et al., 2001; Shore et al., 2006;
Thompson, 2006) were more likely to engage in or contribute to the team effort (Malone &
Gallagher, 2010).
General teaming issues which affect the teaming process are time constraints (Gallagher
et al., 2009; Kruger & Struzziero, 1995; Malone & Gallagher, 2010; Malone & Koblewski, 1999;
Nancarrow et al., 2015), communication (Hartgerink et al., 2013; Knackendoffel, 2005; Malone
& Koblewski, 1999; Nancarrow et al., 2015; Ruppar & Gaffney, 2011; Thylefors, 2012), and
commitment (Gallagher et al., 2009; Johnson et al., 2009; Kruger & Struzziero, 1995; Malone &
Gallagher, 2010; Ostroff, 1992; Shore et al., 2006).
Recommendations for Future Research
All 16 studies evaluated key components to a functional and effective team. By
evaluating this research, the hope was to uncover foundational necessities within a special
education interdisciplinary team. From this evaluation, many key trends emerged.
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The most dominant of these trends was the need to improve the overall generalities of the
teaming process. Areas such as communication, time constraints, role clarity, and expectations
(Caple & Cox, 1989, Gallagher et al., 2009; Knackendoffel, 2005; Kruger & Struzziero, 1995,
Malone & Gallagher, 2010; Malone & Koblewski, 1999; Nancarrow et al., 2015; Ruppar &
Gaffney, 2011) all significantly influenced team member’s satisfaction with and perceptions of
the teaming process.
Members indicated that communication was a cornerstone of teamwork and that open,
honest communication among team members helped facilitate team effectiveness and viability,
cohesion, leadership, problem-solving, and conflict resolution (Malone & Gallagher, 2010)
Improvements to this area may include members practicing better listening skills
(Knackendoffel, 2005; Malone & Koblewski, 1999), holding more regularly scheduled meetings
so communication and relationships are maintained (Gallagher et al., 2009; Hartgerink et al,.
2013; Knackendoffel, 2005; Nancarrow et al., 2015; Ruppar & Gaffney, 2011), and having a
healthy involvement of members from different specialty areas, all willing to share and offer
insight beneficial to the team’s goal (Gallagher et al., 2009; Hartgerink et al., 2013;
Knackendoffel, 2005, Malone & Gallagher, 2010; Malone & Koblewski, 1999; Nancarrow et al.,
2015; Ruppar & Gaffney, 2011).
Suggestions for improving time constraints were using time more effectively in meetings,
scheduling more meetings or reducing the number of meetings, and allowing time for variables
such as communication, planning, training, or preparation, and establishing more regular meeting
times (Malone & Gallagher, 2010). Another suggestion was to regularly make time to simply
reflect on practice and build teamwork. Rather than solutions-focused meetings, allow time for
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team building activities such as reflecting on team practices, role clarity, and a review of the
team’s goal or purpose to ensure it is clear and appropriate (Knackendoffel, 2005; Nancarrow
et al., 2015).
The final common concern with the general teaming process was a desire for role clarity
and clear expectations. When a member understands his or her role clearly, their participation in
and satisfaction with teamwork increases. In addition, role clarity was linked to key attitudinal
variables such as decision making, investment of time and energy, parent participation, and
assessment (Malone & Gallagher, 2010). Participants who understood each other’s roles were
also better able to appreciate each other’s input (Nancarrow et al., 2015). With regard to clear
expectations, research indicates groups on which structure was imposed reported higher levels of
attraction to the group. Moreover, group expectations were related to group cohesion, as well as
attraction to the group. Recommendations for improving team expectations and structure
stressed the importance of imposing structure and team expectations early on (Caple & Cox,
1989), in conjunction with providing more structured procedures for negotiating decisionmaking and conflict management (Thylefors, 2012).
Leadership was found to be the second primary trend identified within the research.
Leadership seems to influence the satisfaction of, participation within, and effectiveness of the
teaming process. Leadership plays an important role, and consequently, has an impact on the
affective reaction of team members (Griffin et al., 2001). The results from one investigation
described the critical ingredient in the most successful organizations was being in the presence of
a caring, involved leader who is skilled in communicating in both word and deed what is
important to both the organizations and each employee’s success (Thompson, 1996). Behaviors
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such as leader responsiveness (Shore et al., 2006), the provision of clear, performance-focused
positive feedback (Kruger & Struzziero, 1995), maintaining involvement continuously at any
level of the teaming process (Griffin et al., 2001), and respecting the skills and worth of those of
whom they lead (Kruger, 1997) are all variables that affect employee satisfaction and team
members participation. Overall, leaders play a significant role in enhancing the motivational
characteristics of the work environment, leading to more job autonomy of members (Griffin
et al., 2001).
Implications for Practice
When a student is on an IEP, they entrust on a team of professionals to make thoughtful
judgments about their future and how they should best be supported. The successful functioning
of this teaming process can mean the difference between adequate services and exceptional
services for students with disabilities and the families in which they support.
It is for this very important, central reason the evaluation of team members’ attitudes and
perceptions of teamwork was made. The research indicates that members who positively
appraised the teaming process and perceived they were a valued member on the team, were more
likely to invest effort into the team. Members who perceived their role on the team as negative
or were influenced by stressors were less likely to contribute positively to the team’s goal.
While the initial pursuit for this study was to find a causal relationship between team
members’ attitudes and perceptions of teamwork and the effectiveness of reaching the overall
goal, an overwhelming amount of research indicated a reciprocal relationship was present.
When team members had a positive outlook on themselves and the team, the organization tended
to run more positively. Factors such as low turnover rates, lower stress among staff, and overall
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job autonomy ran parallel with how members perceived themselves in relation to the team and
the organization. On the other hand, when an organization was high achieving, more effective,
and held an overall healthier climate, team members were more likely to have positive attitudes,
see themselves as an important part of the team, and work harder.
Summary
Evaluated in this study was the relationship between interdisciplinary team members’
attitudes and perceptions of teamwork, and the influential role these factors play on the
effectiveness of the teaming process. The premise behind this investigation was to uncover
whether satisfied employees worked harder, and whether team members who positively
appraised their team experience were more likely to invest effort into the teaming process and
potentially exert a positive influence within the group. When reviewing the research, regardless
of position or status, most respondents indicated in some regard a positive association between
teamwork at the group and individual level and positive performance outcomes. Those who
perceived they had worth, perceived their efforts had purpose, and were serving an organization
with supportive and effective leadership were more likely to engage in or contribute to the team
effort. Despite this information, and much to researcher’s surprise, it was revealed that this
relationship did not have a causal relationship, but rather, a reciprocal process. When team
members had a positive outlook on themselves and the team, the organization seemed to be more
high-achieving, and when an organization was high achieving, members were more likely to
have positive attitudes and work harder. As special education professionals, our duty is to
provide the highest level of support to the students and families we serve. To do this, we must
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be fully invested, and have our minds and attitudes in the right place; the students of whom we
serve.
Table 6
References
Authors

Study
Design

Participants

Procedure

Findings

Caple & Cox
(1989)

49 women,
15 men,
undergraduate and
graduate students

Three questionnaires
were distributed. A
survey before the
study to measure
anticipation, five
during the study to
measure attitude,
and 1 closing survey
to measure
satisfaction.

Structure encouraged
higher levels of
satisfaction in the
group, and group
member expectations
were related to group
cohesion or attraction.

Ostroff (1992)

352 principals,
13,808 teachers
28,874

Three types of
surveys were
administered
(principal, teacher,
student), each
designed to measure
to some degree
satisfaction,
attitudes, and
performance at the
organizational level
of analysis.

While attitudes and
satisfaction were used
as predictors, a causal
relationship could not
be determined.
However, they are
related can be predicted
from one another.

27 schools

Surveys were given
to current and noncurrent members of
TAT, and current
TAT coordinators.
288 participants
returned surveys.

Organizational supports
and TAT satisfaction
were closely related;
however, the degree of
interdependence can
vary. Causality is a
concern.

Kruger &
Struzziero (1995)

Quantitative
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Table 6 (continued)
Authors

Study
Design

Participants

Procedure

Findings

Thompson (1996)

Quantitative &
Qualitative

Phase 1
(Quantitative): 71
districts of a large
utility having primary
responsibilities for
customer service and
sales.
Phase 2 (Qualitative):
A random selection
from 1313
organizations having
between 10 and 50
employees reporting
to a manager or
supervisor.

Performance
Management Index,
Vision Progress
Survey, and
Customer
Satisfaction Survey.

There was no direct
link to profitability and
customer service.
However, the results
suggest the most
important ingredient to
a successful, strongperforming, profitable
organization is having a
caring, involved leader
who is skilled in
communication and
deed.

Qualitative

27 elementary
schools. 125 Teacher
Assistance Teams
(TAT) members, and
129 staff receiving
their services (TAT
Consumers).

Questionnaires were
given to current
TAT members,
including the TAT
coordinator, and
TAT consumers.
These questionnaires
measured social
support and selfefficacy variables.

Reassurance of worth,
was found to have a
substantial relationship
with self-efficacy as
related to problem
solving, and planning
and evaluating.

31 respondents
representing diverse
areas of specialization
in education.

Two surveys were
given: Attitudes
about Teamwork
Survey, and Team
Process Perception
Survey.

Benefits: Disciplinary
involvement &
enhanced
programming.
Limitations: general
team process issues,
time limitations, and
other limitations.
Supports: Collaboration
& follow-through.
Recommendations:
Improve team structure,
general team process,
and training.

Kruger (1997)

Malone &
Koblewski (1999)
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Table 6 (continued)
Authors

Study
Design

Participants

Procedure

Findings

Griffin, Patterson,
& West (2001)

Qualitative &
Quantitative

48 manufacturing
companies comprising
4708 employees.

Questionnaire
surveys looking at
employee job
satisfaction, and
employee
perceptions of
supervisory support
and work autonomy.

The higher the use of
teamwork, the lower
levels of supervisory
support were shown.
Therefore, the less
supervisory support, the
lower job satisfaction
because the central role
leadership plays.
However, teamwork
leads to job enrichment.

?

?

Collaborative team
readiness, collaborative
problem-solving,
partnership-building
skills, collaborative
teaming arrangements,
defining roles and
responsibilities, and
understanding and
resolving conflict are
all areas of
recommendation to
improve a collaborative
team.

231 managers and 339
of their subordinates
working for a large
multinational
transportation firm.

Employees provided
self-reports
regarding several
areas, as well as a
5-point likely-type
scale was used to
measure many areas
of job performance
and organizational
behavior.

Leader responsiveness
is a reciprocal process
rather than causal. A
leader is more
responsive when the
employee has more
favorable attitude and
behavior, and the
employee has a better
attitude and behavior
when the leader is more
responsive.

Knackendoffel
(2005)

Shore, Sy, &
Strauss (2006)

Quantitative
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Table 6 (continued)
Authors

Study
Design

Participants

Procedure

Findings

Johnson, Davis, &
Albright (2009)

Quantitative

293 responses for
Survey 1, and 364
responses for Survey
2 from bank
employees.

Two web-based
surveys.

Research has still yet
been unable to
determine a causal
relationship between
employee attitudes and
a firm's financial
performance. However,
results suggest when a
firm does well, this
translates to more
satisfied employees.
When they were more
satisfied, they were
more committed, more
satisfied with pay, and
more perceived fairness
than their counterparts
that were not
experiencing positive
financial performance.

Malone,
Gallagher, &
Ladner (2009)

Quantitative

76 participants
serving as socialpsychological
support personnel on
disciplinary teams.

Open-ended
responses were
gathered to
determine attitudes
and perceptions of
teamwork.

Results indicate a
generally positive
attitude towards
teamwork.
Collaboration and
sharing information
were seen as benefits.
Time constraints and
lack of commitment
were found to be
limitations within the
team.

Malone &
Gallagher (2010)

Quantitative

184 special education
teachers servicing on
school-based
intervention teams.

Three surveys were
given to determine
the participants
attitudes and
perceptions of
teamwork,
characteristics
within a team, and
perceptions of the
team process.

Influence of attitudes,
perceptions, and
experiences is
transactional in its
function. A welldesigned team will have
better attitudes, while
better attitudes and
perceptions are likely to
promote effective team
performance.
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Table 6 (continued)
Authors

Participants

Procedure

Findings

Ruppar &
Gaffney (2011)

IEP team containing a
5-year-old boy and 11
team members
including parents.

Initial interviews,
observation and
recordings of IEP
meeting, and review
of IEP documents

Many team member’s
initial opinions differed
from the decisions
made at the meeting,
but they did not
typically share their
disagreement in
meeting.
Communication prior to
the meeting affected the
decisions, and
communication that did
not occur caused
uncomfortable situation
during the meeting.
Using the IEP as an
“agenda” constrained
the decision-making
process by restricting
the discussion of data
and goals.

Thylefors (2012)

423 members from 62
inter-professional
teams responded to
questionnaires, 360
members from 54
inter-professional
teams participated in
an observation
session.

A questionnaire with
a base on theory and
field research/
consultancy was
given.
Observations of
simulated teamwork
was conducted.
Both were used to
measure dominance,
status, and
efficiency.

There was no causality
found, but rather a
reciprocal relationship.
However, a hierarchy
related to profession
and status play a role in
the sharing of ideas and
ability to conquer
complex goals.

194 team members
delivering care to
older hospitalized
patients.

Surveys were used
to measure relational
coordination, and
team climate were
used, along with
questions were
asked about
participation within
the multidisciplinary
team.

Team climate and
attendance of diverse
professionals within the
multidisciplinary yield
a positive relational
coordination.

Hartgerink,
Cramm, Bakker,
Eijsden,
Mackenbach, &
Nieboer (2013)

Study
Design

Quantitative
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Table 6 (continued)
Authors
Nancarrow,
Smith, Ariss, &
Enderby (2015)

Study
Design
Qualitative

Participants
10 teams, 253 staff
from more than 10
disciplines.

Procedure
Interdisciplinary
Management Tool
was used to assess
team challenges
found in
interdisciplinary
teams.

Findings
The research indicated
that time for reflection
vs. solutions-focused
meetings are essential
to a successful team, as
making sure teamwork
dynamics were
understood.
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